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Abstract: Research in work and organizational psychology has paid little attention to religious
workers, something certainly surprising as faith-based organizations play a key role in the welfare
state of many countries. This research shows that religious workers in a Catholic order present a
high degree of subjective wellbeing, both in terms of flourishing and satisfaction with life in general,
and a positive balance of positive and negative feelings. More specifically, this study examines
the relationship between authenticity and wellbeing amongst religious workers. Survey responses
from 142 religious workers in Spain were analyzed using partial least squares path modelling. The
results reveal that subjective wellbeing at work is positively related to authenticity. In addition, this
relationship is mediated by their level of work engagement.
Keywords: work engagement; authenticity; subjective wellbeing; faith-based organizations; partial
least squares-PLS
1. Introduction
It is widely acknowledged that innovations, technological advances, structural economic changes
and social transformations are significantly modifying the nature and meaning of the labor market and
are expected to predict the forthcoming shape of work relations. In this vein, the International Labour
Organization (ILO) upholds an up-to-date and pertinent command—a mandate for the promotion
of social justice [1] that points to four main investigation topics related with work and decent jobs.
A direct outcome of such transformations within the workplace is the threatening of the employees’
perceived levels of health and wellbeing, which might be exposed to strong pressures to adapt or alter
their own values to better fit the new organizational conditions, high levels of stress and even some
kind of deteriorated working conditions (i.e., work stress, mobbing, bullying, etc.) [2,3]. Hence, it is
becoming critical for organizations to promote decent jobs. This way, these challenges require a deeper
scientific examination and understanding of the role of firms while boosting their employees’ level of
subjective wellbeing.
With this regard, it must be noted that concern for the employees’ wellbeing has recently emerged
as a relevant research topic within management literature [4], mainly due to its link with several
personally- and organizationally-driven variables, such as satisfaction, organizational commitment,
performance or happiness, among others i.e., [5–7].
Although the relationships between authenticity, wellbeing and work engagement are well
established in different environments, to the best of our knowledge there is no empirical research that
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analyzes (1) the mediating role of work engagement in the authenticity–wellbeing relationship, and (2)
less still in such a particular and slightly investigated group as is the one that occupies the attention of this
study—consecrated members of a religious order. One point of high interest is the role of authenticity
at work on work engagement [8–13]. In addition, authenticity at work and healthy psychological
functioning display a reciprocal relationship, reinforcing mutuality as a virtuosity circle [14]. This
research goes further into the role of work engagement in this authenticity–wellbeing relationship.
In this case, it is an order of Catholic inspiration and international scope, with a strong presence
in Spain. At this point, we must stress the important research gap that exists on this issue. As
pointed by [15], studies in work and organizational psychology have paid little attention to religious
workers, something certainly surprising because they play an influential role in western societies. The
astonishment increases if one takes into account that, in these organizations, feeling comfortable and
acting consistently with one’s own personal beliefs, that is, to be and to act in an authentic way, might
constitute a key driver of individual and collective commitment, thus, conditioning cohesion, the sense
of belonging and, even, the degree of adherence to the project.
The management of feelings and emotions acquires special relevance in this group, since their life
is devoted almost entirely to the service of others and therefore the separation between the working and
personnel environment is practically non-existent. The happiness and wellbeing of these professionals
are fed from their work with the poorest and most disadvantaged of society. In this context of almost
absolute immersion in the workplace (religious workers live 24 h a day with their beneficiaries) it
is possible that a mediating role of work engagement in the authenticity–wellbeing link might exist.
Undoubtedly, employees’ engagement today constitutes a critical factor, as it is the most effective way
of achieving organizational success [16]. As pointed out by [17], engaged workers are more likely to
comply with their duties, a circumstance that is still more probable among religious workers, due to
the reinforcement provided by the spiritual resources available to these people [18].
The information discussed above reveals a clear research gap to which this study aspires to
contribute. Therefore, we have a double objective. First, does a direct relationship exist between
authenticity at work and subjective wellbeing among religious workers? Second, does work engagement
actually mediate the link between authenticity at work and subjective wellbeing?
2. Theoretical Framework
Subjective wellbeing is closely related with work engagement [19]. Under the job
demand–resources model (JD–R), job characteristics are classified on job demands and job resources.
They respectively start two processes: a health impairment path and a motivational process. The job
demand–resources model proposes that job resources produce higher work engagement. Two of the
utmost representatives authors of the job demand–resources model [20], identify work engagement
scales as a tool for investigating employee wellbeing, with this suggestion deepening this theoretical
framework. The main idea is that resources produce motivation and work engagement. These
organizations mobilize job resources and among them, personal resources, such as optimism,
self-efficacy and self-esteem. Vocational workers will experience positive outcomes in their life
(optimism), and their faith contributes to feelings of self-efficacy and they can improve their feelings
of self-esteem by participating in organizational demands. Ref [21] observed this positive influence
of personal resources on work engagement and a reciprocal effect of work engagement on personal
resources according to the conservation of resources theory. In faith-based organizations, this theoretical
circle must be present, as employees need to feel their work is an authentic experience of their scale of
values and beliefs.
2.1. Authenticity, Subjective Wellbeing and Work Engagement
Although from a philosophical approach authenticity has a long journey, the truth is that from an
empirical perspective it constitutes a recent object of research. Starting from the initial studies of [22],
different authors have emphasized the value of being authentic in different areas of personal and
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professional life. In fact, nowadays it is considered a fundamental topic within psychological research
and other related fields [10].
Authenticity consists of acting coherently with feelings, beliefs, desires, preferences and personal
values [23,24]. The possibility of acting in an authentic way produces positive effects, thus contributing
to improvements in the organizational climate and reinforcing the organizational culture. However,
the absence of authenticity translates into involuntary behaviors that bring about negative effects.
According to [25], the three fundamental dimensions that integrate the authenticity construct are
self-alienation, an authentic life and external influence acceptance. Although in practice, being
completely authentic is certainly utopian, individuals will be more authentic whenever they are able
to show high levels of authentic living in combination with low external influence acceptance and
low self-alienation.
Against the scarce development of the authenticity concept, because of the enormous development
and popularity lately attained by positive psychology, subjective wellbeing has attracted the interest of
many academics [26]. This consideration has occurred despite the difficulty (or perhaps because of
it) that involves dealing with a concept as complex and multifaceted as this. Classical philosophers
already spoke of the “sum happiness”, understood as the only final value and as sufficient in itself,
since once attained nothing more could be desired. Following [27], this highly vague and imprecise
character has precisely motivated a progressive incorporation of more operational concepts within
the psychological vocabulary, i.e., personal wellbeing and life satisfaction [28], and its antagonistic
concept, ill-being [29].
More recently, [30] point out that the study of wellbeing has adopted two different perspectives of
analyses, one hedonic (focused on happiness) and another eudemonic, related to the potential
development of the individual. The hedonic approach would be directly linked to subjective
wellbeing [31], although some authors such as [32] warn that we are facing a multidimensional
phenomenon overlapping aspects inherent to both conceptions of wellbeing.
From this point of view, [33] developed an integrative proposal according to which subjective
wellbeing would be integrated by three dimensions: (1) general satisfaction with life (hedonic
paradigm); (2) positive and negative feelings (hedonic paradigm); (3) flourishing (hedonic and
eudemonic paradigms), understood by [34] as a state of positive mental health.
The promotion of wellbeing is of interest to the members of organizations, but also for the
owners. The organizations invest plenty of resources in the recruitment of people, a circumstance
which, given the secularization of today’s society, is even more problematic and worrying in the case
of the incorporation of new members into religious organizations. If these people experience poor
health and wellbeing, they will have lower performance, will make worse decisions, will be less
disposed to absenteeism [35] and, consequently, will decrease their contributions to the organization’s
performance [36].
Without a doubt, the conditions and characteristics of work exert a multiplicative effect, both
positive and negative on individuals’ wellbeing by affecting their behavior in the social, personal
and familial context, and ultimately on competitiveness or efficiency [37]. For this reason, improving
employees’ engagement is fundamental and of great interest to many social and professional
scientists [38]. This view is shared by [39], who point out that the aspiration to involve, engage
and obtain commitment from employees has been largely prioritized in the agenda of a selected portion
of enlightened human resources managers.
When it comes to conceptualizing engagement there are two fundamental thinking streams. The
first conception identifies work engagement with high levels of energy, participation and efficiency,
namely the opposite poles of the three dimensions of burnout [40]. The alternative vision, although it
accepts that engagement is the antithesis of burnout, poses it as a concept with its own entity.
Despite this controversy, different academics, such as [41] or [42], claim that work engagement is
essential for organizations to achieve high performance and business success. From this perspective, [43]
highlights that engagement is linked to essential aspects of human resource management: job rotation,
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productivity and profitability. Undoubtedly, employees’ work engagement translates into greater
happiness and performance [9]. Workers committed to their work experience have a feeling of energetic
and affective connection with the activities they perform, while perceiving themselves with sufficient
capacities to cope with their work demands. From this point of view, work engagement would be
a positive and persistent emotional affective state in employees, characterized by vigor, dedication
and absorption [44]. Although in its origins it was recognized as a stable state related to work, it has
subsequently been redefined, being considered today as a transitory experience that might fluctuate
between different individuals [45].
2.2. The Authenticity–Wellbeing Link
Despite the fact that authenticity constitutes a nascent research topic [46], there is no doubt
regarding its construct validity and robustness while predicting wellbeing [47]. Some authors actually
consider authenticity to be the essence of wellbeing [22,25,48]. From this perspective, wellbeing is
conceived as the extent to which individuals behave in an authentic manner under different situations
and with distinct people. This way, while authenticity generates wellbeing, the lack of authenticity
would lead to disorientation and dissatisfaction, as the individuals are pressured to act in opposition
to their personal beliefs and values. Different studies have shown the association between authenticity
and wellbeing. Without a doubt, there are more studies in line with the objective of this research, hence
suggesting a positive tie between both concepts i.e., [47,49–52].
Previous studies have analyzed the influence of authenticity on subjective wellbeing in the
workplace. Thus, using a sample of health sector workers in Australia, [53] found that authenticity
leads to lower levels of tension, in a positive sense, and greater emotional wear, in a negative sense.
Aside from this, [4] investigated within a sample of managers the mediator effect exerted by the degree
of work significance in the authenticity– wellbeing link. Finally, using a hierarchical regression model
in the German labor market, [10] demonstrated that self-alienation is the most decisive element of
authenticity in the prediction of wellbeing.
In the specific perspective of religious organizations, it is likely that the ability to act and behave
consistently with personal beliefs is decisive for the consecrated members. Consequently, we posit the
next hypothesis (see Figure 1 for the model’s structure and variable interrelations):
Hypothesis 1. Authenticity is positively related to subjective wellbeing.
2.3. The Mediating Role of Work Engagement in the Authenticity–Wellbeing Link
Reference [19] highlight the importance of work engagement in employees’ wellbeing and the
fostering of positive behaviors at work. For this motive, the scientific literature has generated a series
of studies that relate authenticity with work engagement and this last factor with subjective wellbeing.
Firstly, the authenticity–work engagement link has to do with individual awareness about oneself
and the possibility of working in activities that allow for the implementation of the “true-self”, both at
cognitive, personal and physical levels [54,55]. From this perspective, [9] sustain that those workers
that act authentically at their work will be more motivated to comply with their duties, which leads to
superior engagement. In this line, the study developed by [10] supports a positive authenticity–work
engagement relationship. Their results, carried out with a sample of German employees, revealed
that those employees who had the possibility of being themselves and work according to their own
beliefs were more likely to experience positive results, including work engagement. Concretely, and
contrarily to what these authors expected at first, they found that the “acceptance of external influences”
dimension of the authenticity construct correlated positively and significantly with the “dedication”
dimension of work engagement. Recently, [12] employed a structural equation model to analyze and
support the link between authenticity and work engagement with a sample of German companies of
the financial sector.
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Secondly, another group of researchers have emphasized the link among work engagement
and subjective wellbeing. The connection between these two constructs has to do with the fact that
more-engaged workers will present more energy, feel greater enthusiasm for their work and are happy
with the activity performed in their day-to-day life. Thus, [56] considers that it is more likely that
these workers will perceive that their work positively affects their physical health and psychological
wellbeing. In an analogous way, a study carried out by [57] linked work engagement with positive
affects at the workplace, while suggesting that being engaged at work enriches the quality of life in
other areas outside of the working environment [58]. Likewise, from a hedonic approach of subjective
wellbeing, a study developed by [59] highlights that highly engaged workers develop positive emotions
at work. Ref [60] arrived at the same conclusion with a sample of Spanish employees. These authors
found that work engagement relates positively to personal happiness.
To the best of our knowledge, there is not a piece of empirical research that analyzes the mediating
role of work engagement in the authenticity–subjective wellbeing link among members of religious
organizations. Such a matter constitutes a gap of investigation that this article tries to cover. Consecrated
members of religious organizations constitute undoubtedly a special collective. As indicated by [61],
religious workers are a distinct occupational cohort within the helping professions who experience
unique combinations of challenges, motivations, resources and demands. This situation implies
that the effects of certain variables as the ones analyzed in this paper might present some special
notes for this group of workers. The inclusion of the mediating role of work engagement in the
authenticity–subjective wellbeing link is based on the fact that for the members integrating this
collective, the best way of acting and being oneself (namely, remaining faithful to their beliefs and
personal values) is through their daily work with poor and disadvantaged people, such as elderly
people, unprotected minors and homeless people. This fact shows that the line that separates one’s
work from one’s personal life is much more diffuse among consecrated people.
In general terms, the possibility of being oneself generates wellbeing on its own. However, in the
case of religious individuals, we must bear in mind that what confers greater meaning to their lives
is the “hitch” with their work, an activity to which they are devoted in body and soul, with all their
vigor and full dedication that absorbs them completely. Their whole life is thus reduced to their work
with the poorest. In this context of absolute dedication, the possibility of acting coherently with their
beliefs and personal experiences materializes in an indirect way by means of work engagement with
the beneficiaries of their work, which is what ultimately generates greater subjective wellbeing. Hence,
we pose the following hypothesis (see Figure 1):
Hypothesis 2. The authenticity–subjective wellbeing relationship is mediated by work engagement.
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3. Methodology
3.1. Sample
An ad-hoc design questionnaire was circulated using Google Forms among the consecrated
members of a Catholic organization. The respondents signed a consent form on this study. Data
collection was carried out in the period April–May 2016. In this period, the target population amounted
to 208 nuns. Participation was voluntary and completely anonymous. The response rate was 68.3%
(142 valid questionnaires).
Table 1 displays the key constructs of this research. This table shows that the nuns exhibited a
high authenticity degree, especially in the authentic life dimension (4.21 out of 5). Simultaneously,
these individuals stated a high amount of subjective wellbeing: flourishing (4.5), satisfaction with
life (4.0) and feelings (2.16). Finally, the surveyed nuns also seemed quite “engaged” in their jobs:
dedication (4.50), vigor (4.33) and absorption (4.23).
Table 1. Descriptive statistics and inter-correlations for the study variables.
Variable M SD Range 1 2 3 4 5 6 7 8 9
1. Self alienation 3.75 1.14 1–5 1
2. Authentic living 4.21 0.73 1–5 0.077 1
3. Accep. ext. infl. 3.43 1.07 1–5 0.558 ** 0.059 1
4. Life satisfaction 4.00 0.83 1–5 −0.065 0.327 ** −0.063 1
5. Feelings +/- 2.16 1.25 (†) 0.174 * 0.213 * 0.241 ** 0.396 ** 1
6. Flourishing 4.50 0.65 1–5 0.113 0.543 ** 0.114 0.479 ** 0.390 ** 1
7. Vigour 4.33 0.75 1–5 0.119 0.356 ** 0.171 * 0.412 ** 0.515 ** 0.590 ** 1
8. Dedication 4.50 0.72 1–5 0.133 0.410 ** 0.122 0.456 ** 0.418 ** 0.685 ** 0.721 ** 1
9. Absortion 4.23 0.79 1–5 −0.026 0.299 ** −0.050 0.479 ** 0.361 ** 0.537 ** 0.532 ** 0.639 ** 1
(†) This variable is calculated as the difference between the positive and negative feelings (on a scale of 1 to 5)
experienced by the religious members. * p < 0.05; ** p < 0.01
As is visible in Table 1, there were significant correlations between the study variables. It can be
seen that the authentic life dimension of the authenticity construct correlated positively and significantly
with the three dimensions of subjective wellbeing (r range = 0.213 to 0.543), something that only happens
with the balance of positive–negative feelings in the case of self-alienation (r = 0.174) and acceptance of
external influence (r = 0.241). Likewise, it was observed that an important correlation existed between
having an authentic life with all the dimensions of work engagement (r range = 0.299 to 0.410). Finally,
there was an intense positive and meaningful correlation between vigor, dedication and absorption, on
the one hand, and self-alienation, authentic living and external influence acceptance (r range = 0.361 to
0.685) on the other.
3.2. Measures
Authenticity is measured with the IAM (Individual Authenticity Measure at Work) scale developed
by [10]. This instrument comprehends three different constructs: authentic life (i.e., “At work, I always
stand by what I believe in”), external influence acceptance (i.e., “At work, I feel the need to do
what others expect me to do”) and self-alienation (i.e., “At work, I feel out of touch with the ‘real
me’”). The reliability estimates in this study for the three dimensions were 0.691 (authentic life), 0.722
(self-alienation) and 0.755 (external influences acceptance).
A scale developed by [33] was used to measure the three dimensions of subjective wellbeing:
Satisfaction with Life Scale (i.e., “If I could live my life over, I would change almost nothing”), Scale of
Positive and Negative Experience, that comprises a group of positive and negative feelings and the
Flourishing Scale of [62]. Some items of this scale include “At work I am competent and able to carry
out the activities that are important to me” or “My work enables me being a good person and living a
good life”. The Cronbach’s alpha for the three dimensions of this scale were 0.824 (satisfaction with
life), 0.728 (positive and negative experience) and 0.855 (flourishing).
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The Utrecht’s Scale of Work Engagement, developed by [63], was used to measure work
engagement. This instrument comprised three constructs: vigor (i.e., “At my work, I feel bursting with
energy”), absorption (i.e., “I get carried away when I’m working”) and dedication (i.e., “I am proud on
the work that I do”). Our research obtained an alpha coefficient of 0.696 (absorption), 0.791 (vigor) and
0.824 (dedication).
The conceptual variables that shape our research are modeled as composite constructs. A
composite construct is shaped as a linear combination of its own manifest variables or dimensions [64].
Thus, deleting one or more indicators frequently modifies the meaning of the construct [65] as they
embody distinct facets where high correlations among indicators might be expected, yet they are not
mandatory [66]. The decision to model the conceptual variables as composites rather than using a
common factor model derives from the fact that such variables are artifacts or design constructs instead
of behavioral constructs.
3.3. Data Analysis
This paper employs partial least squares (PLS-SEM) to empirically examine the model and
structural relationships proposed. PLS is a variance-based structural equation modeling (VB-SEM)
approach [67] that enables the simultaneous appraisal of the measurement model (i.e., assessing
the reliability and validity of the measures of conceptual variables) and of the structural model (i.e.,
analyzing the structural links hypothesized between the constructs comprised at the model) [68].
PLS-SEM was selected principally because the latent variables that form the model are measured
as composites, namely, human-made instruments or artifacts that are conceptually supported and
frequently crafted by individuals (i.e., managerial and staff job-holders within organizations)—for
instance, managerial procedures or techniques, individual or organizational innovativeness, or
information systems [65,66]. The usage of PLS-SEM with composite measurement models has been
equally endorsed at a theoretical level [64,69] and an empirical level [70,71]. Given that such design
constructs or artifacts are formed out of a set of basic elements or parts that are combined to shape a
new entity, [66] suggests that they should be modeled as composites. Thus, in composite measurement
models, constructs are represented as weighted linear combinations of its indicators [72], where
indicators are not assumed to be causing nor reflecting the construct, but forming or composing
it [66]. This way, the composite model relaxes the strict assumption imposed in the common factor
model relative to the fact that any covariation between the indicators is explained by a common factor.
Social science research is a scientific discipline that studies artifacts as well as behavioral phenomena.
Thus, empirical research demands techniques that enable modeling design as well as behavioral
constructs. Variance-based structural equation modeling (VB-SEM) and particularly PLS-SEM is
presented as a technique that enables the simultaneous assessment of models that comprise both type
of constructs [66]. Secondly, accordingly with [73], this study uses PLS-SEM since it employs latent
variable scores in a successive analysis for modeling superordinate (second order or multidimensional)
constructs, by using the two-stage approach [74]. The three latent variables shaping the research
model were measured using Mode A, both at the first-order (dimension) and second-order construct
levels. This mode uses correlation weights, and it is suitable for the estimation of standardized
regression coefficients in small to medium sized samples, and when indicators are correlated among
each other [70]. Third, this study had the purpose of predicting the dependent variables rather than
following confirmation purposes [75]. The focus on prediction over confirmation purposes is a pivotal
motive to use PLS-SEM instead of covariance-based SEM (CB-SEM) techniques. In CB-SEM, the aim
is to minimize the discrepancy between the data and the model, namely, attaining a satisfactory fit
between both matrixes. On the contrary, in PLS-SEM the goal is to explore the sign and significance of
the linkages hypothesized, as well as to maximize the explained variance by means of the coefficient
of determination (R2). This is the goal in this paper, to explore whether authenticity and work
engagement drive or predict subjective wellbeing within the particular context of assessment, and
to test whether there is a mediation effect. Fourth, in line with [67], we considered that the model is
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complex because of the modeling of the variables as second-order (multidimensional or superordinate)
constructs shaped by various dimensions or facets, and also because of the nature of the relationships
hypothesized (mediation or indirect link). These authors believe these characteristics to be idiosyncratic
of model complexity and endorse the usage of PLS-SEM in these cases. Finally, this study employed
the SmartPLS 3.2.8 software [76].
4. Results
The evaluation of PLS-SEM models comprises three steps: (i) assessing global model fit, (ii)
validating the reliability and validity of the measurement model and (iii) weighing the sign and
significance of the structural relationships among constructs.
4.1. Assessing Global Model Fit
Reference [65] suggest the evaluation of global model fit as a preliminary step in PLS-SEM
analyses. When there is no fitting between the data and the model, this implies that the data includes
additional information that the model lacks. Hence, we employed ADANCO 2.0.1 in order to execute
a set of bootstrap-based model fit checks [77]. Concretely, we relied on the use of three tests: (i) the
standardized root mean squared residual (SRMR), (ii) the unweighted least squares discrepancy (dULS)
and (iii) the geodesic discrepancy (dG). According to [66], for an accurate model, the values of these
three tests should not surpass the bootstrap-based 95% (HI95) or 99% (HI99) percentiles. Model fit
results show that the three tests are well under HI95 and HI99 (see Table 2). In addition, the SRMR
was employed as an estimated model fit statistic that reveals whether the divergence between the
conceptual model and the empirical correlation matrix is high or not [78]. In this vein, [65] suggest
a critical level of 0.08 to attain satisfactory model fit in PLS-SEM. In our model, SRMR attains an
acceptable value of 0.075 (see Table 2).
Table 2. Tests of model fit.
Value HI95 HI99
SRMR 0.075 0.197 0.212
dULS 6.013 41.038 47.617
dG 19.246 66.254 68.983
Notes: SRMR: standardized root mean squared residual; dULS: unweighted least squares discrepancy; dG: geodesic
discrepancy; HI95: bootstrap-based 95% percentile; HI99: bootstrap-based 99% percentile.
4.2. Measurement Model
Given that all the multidimensional constructs were artifacts (design constructs) estimated in
Mode A, it was likely that the manifest variables (indicators or dimensions) employed to measure the
composite constructs within the model would be correlated [64]. Hence, it permitted the application of
conventional tests for measuring internal consistency, reliability and validity [79]. All the manifest
variables had generally outer loadings above the 0.707 cutoff and only some of them were marginally
below this threshold. Hence, our choice was to keep them to maintain the content validity of the
measurement scale. Consequently, individual item reliability was considered satisfactory in this
study (Table 3). Aside from this, all the latent variables complied with the requisite of construct-level
reliability, since the values observed for the Cronbach’s alpha, Dijkstra–Henseler’s indicator (Rho_A)
and composite reliabilities were over the 0.7 cutoff (Table 3). Moreover, these latent variables attained
convergent validity, given that their average variance-extracted (AVE) values surpassed the 0.5 cutoff
(Table 3). Finally, Table 4 disclosed that the three latent variables reached discriminant validity
accordingly with the Fornell–Larcker and the Heterotrait–Monotrait (HTMT) approaches [79]. This
means that the multidimensional constructs significantly differ from each other.
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Table 3. Measurement model: loadings, construct reliability and convergent validity.
Construct/Dimension Loading Cronbach’sAlpha rho_A
Composite
Reliability AVE
Authenticity (Composite, Mode A) 0.783 0.788 0.874 0.699
Self-alienation 0.886
Authentic life 0.629
External influence acceptance 0.711
Work engagement (Composite, Mode A) 0.835 0.870 0.901 0.752
Absorption 0.810
Dedication 0.914
Vigour 0.878
Subjective Wellbeing (Composite, Mode A) 0.772 0.735 0.810 0.589
Satisfaction with life 0.826
Positive and negative feelings 0.839
Flourishing 0.463
Note: Rho_A: Dijkstra-Henseler’s indicator; AVE: average variance extracted.
Table 4. Measurement model: discriminant validity.
Fornell-Larcker Criterion
Authenticity Subjective Wellbeing Work Engagement
Authenticity 0.657
Subjective Wellbeing 0.440 0.681
Work Engagement 0.463 0.617 0.869
Heterotrait-Monotrait Ratio (HTMT)
Authenticity Subjective Wellbeing Work Engagement
Authenticity
Subjective Wellbeing 0.713
Work Engagement 0.539 0.814
Note: Fornell-Larcker criterion: Diagonal elements (italics) are the square root of the variance shared between the
constructs and their measures (AVE). For discriminant validity, diagonal elements should be larger than off-diagonal
elements. Off-diagonal elements are the correlations among the constructs. Heterotrait-Monotrait Ratio (HTMT)
criterion should be under the threshold of 0.85 [80].
4.3. Structural Model
Coherently with [81], a 5000 resample bootstrapping procedure was computed to engender
t-statistics, p-values, standard errors and 95% BCCI (bias corrected confidence intervals) that allowed
the assessment of the significance of the links encompassed within the research model (Table 5). The
main criterion employed to assess the amount of explained variance of the dependent constructs was
the coefficient of determination (R2 coefficient). Thus, the results gathered in Table 5 endorsed the
structural model that this paper posits, exhibiting that it offered satisfactory predictive power for the
endogenous constructs. Aside from this, all the direct effects hypothesized in this model were shown
to be positive and significant (Table 5). This study also found support for the existence of a mediation
(indirect) effect of work engagement on the authenticity–subjective wellbeing link (Table 6). It is
important to highlight that the direct AUT-SWB link did not become non-significant once the mediator
variable (WE) was introduced in the model. On the contrary, this direct link remained positive and
significant. This implies that empirical results sustain the existence of a partial mediation rather than
full mediation. Figure 2 summarizes the main structural model results.
Int. J. Environ. Res. Public Health 2019, 16, 3016 10 of 18
Table 5. Effects on endogenous variables.
Endogenous Variable Direct Effect p-Value t-Value 95% BCCI Support
Work Engagement (R2 = 0.214)
Authenticity (+) 0.463 *** 0.000 3.826 [0.220; 0.670] Yes
Subjective Wellbeing (R2 = 0.412)
Authenticity (+) 0.197 * 0.053 1.936 [0.004; 0.424] Yes
Work Engagement (+) 0.526 *** 0.000 5.435 [0.346; 751] Yes
Note: Bootstrapping 95% confidence interval bias corrected in square brackets (based on n = 5000 subsamples).
*** p < 0.001; ** p < 0.01; * p < 0.05 (based on t (4999), one-tailed test). t (0.05. 4999) = 1.645; t (0.01. 4999) = 2.327;
t (0.001. 4999)= 3.092; ns = not significant, BCCI = bias corrected confidence intervals.
Table 6. Summary of mediating effect tests.
Total Effect of AUT on SWB Direct Effect of AUT on SWB Indirect Effect of AUT on SWB Via (WE)
Path
Coefficient p-Value t-Value
95%
BCCI
Path
Coefficient p-Value t-Value
95%
BCCI
Path
Coefficient p-Value t-Value
95%
BCCI
0.440 *** 0.001 3.495 [0.234;0.701] 0.197 * 0.053 1.936
[0.004;
0.424] 0.244 ** 0.006 2.756
[0.121;
0.447]
Note: Bootstrapping 95% confidence interval bias corrected in square brackets (based on n = 5000 subsamples).
*** p < 0.001; ** p < 0.01; * p < 0.05 (based on t (4999), one-tailed test). t (0.05. 4999) = 1.645; t (0.01. 4999) = 2.327;
t (0.001. 4999)= 3.092; ns = not significant, WE = mediator variable.
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4.4. Importance–Performance Map Analysis
This section intends to present additional findings that may provide more insight from the PLS
results. Thus, this section enlightens PLS results by means of the importance–performance map analysis
(IPMA), a helpful analysis approach in PLS-SEM provided by the SmartPLS 3.2.8 package [82]. This
analysis expands the standard PLS outcomes through the addition of a dimension that considers the
average latent variable scores values. Concretely, this procedure contrasts the total effects, embodying
the exogenous constructs’ relevance in determining a certain target construct, with their average
values of latent variable scores representing their performance [82]. Hence, this technique is aimed at
identifying antecedents or drivers that are important to determine the target construct (i.e., those with
robust total effects), but reveal low performance also (i.e., low latent variable scores values).
The importance and performance values of SWB’s antecedent constructs (i.e., authenticity and
work engagement) enable the building of the importance–performance map of SWB. Table 7 contains
the importance and performance values for the antecedent constructs and mean values. Subsequently,
these data can be translated into a scatter plot, which permits the creation of an importance–performance
map, as exhibited in Figure 3. The x-axis embodies the relevance of authenticity and work engagement
while explaining the dependent construct (SWB), whereas the y-axis portrays the performance of
authenticity and work engagement in terms of their average rescaled latent variable scores. To achieve
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a more precise orientation, two auxiliary lines are drawn in the importance–performance map, shaping
the mean values for the importance and performance dimensions (i.e., a vertical and a horizontal line,
respectively) (Figure 3). In our model, our results reveal an average importance of 0.536 and an average
performance of 87.455 (Table 7). The two auxiliary lines split the map into four quadrants that depict
the values for importance and performance dimensions above and below the mean values. Generally,
while conducting IPMA, the variables placed in the lower-right quadrant (i.e., scoring below average
in terms of performance and above average in terms of importance) are the most interesting and the
ones whose assessment should be prioritized. In second place, the study of the variables placed at the
higher-right, lower-left and, finally, the higher-left quadrants should be emphasized. Thus, IPMA may
offer advice regarding what constructs should be prioritized [82].
Table 7. Data of the importance-performance map for SWB.
Antecedent Construct Importance Performance
Authenticity 0.454 90.752
Work engagement 0.617 84.158
Mean value 0.536 87.455
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In our paper, the IPMA technique provided interesting results. Since the WE construct was
paced at the lower-right quadrant, this implies that it scored over the average in terms of importance
and under the average in terms of performance. Thus, work engagement is the aspect that should
be prioritized. This result is in line with the mediation effect hypothesized and supported by PLS
analysis that entails that authenticity is a significant driver of subjective wellbeing, but only to the
extent that it leads to work engagement. In other words, only when authentic behavior contributes to
raise the individuals’ levels of work engagement will it subsequently lead to increasing their perceived
subjective wellbeing.
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5. Discussion
Employee’s well-being in the context of faith-based organizations is an issue particularly critical to
the extent that different authors, such as [83] or [84], have empirically tested the influence of religious
variables on wellbeing. From this premise, and in order to achieve healthy working environments,
the human resource managers of these organizations should bear in mind that the wellbeing of their
members is a nuclear motivating force. On the contrary, on many occasions it is a careless aspect,
perhaps because in the case of consecrated members of religious orders wellbeing and motivation are
presumed, in some cases erroneously, such as value in soldiers. This research shows that religious
workers in a Catholic order present a high degree of subjective wellbeing, both in terms of flourishing
and satisfaction with life in general, as well as a positive balance of positive and negative feelings. More
specifically, this study examines the relationship between authenticity and wellbeing amongst religious
workers. The results reveal that subjective wellbeing at work is positively related to authenticity. In
addition, this relationship is mediated by their level of work engagement.
At this point, we must stress the important research gap that exists on this issue. As pointed
by [15], studies in work and organizational psychology have paid little attention to religious workers.
It is possible that the scarcity of empirical research is motivated by the difficulty that exists to accede to
this group of people, both because of their small number if compared to other forms of employees, as
well as by the prudence that they usually adopt while collaborating with this type of research because
of their life choice, one that is more oriented to spiritual retreat than public exposition. Therefore, we
believe that it constitutes a value in itself to have gathered a sample of 142 religious workers (most of
them nuns) in Spain.
This study contributes to the wellbeing literature in the context of faith-driven organizations. Firstly,
the PLS analysis concludes that religious workers’ wellbeing is positively impacted by authenticity
perception. This means that employees feel more authentic if they carry out their job in a work
environment, which is consistent with their core “authentic” self. In consequence, those that might
show themselves as they actually are and are not forced to dissimulate or adopt hypocritical behaviors
will experience a higher level of subjective wellbeing in its three dimensions: satisfaction with life,
flourishing and balance of positive and negative feelings. In sum, this means that to increase their level
of wellbeing, they must search for an authentic and fully realized life. Their conditions as “owners” of
the institution must make this way of living easier [52]. This evidence, that confirms the approach
of our first research hypothesis, is consistent with the results discovered by other researchers, such
as [4,11,12], among others.
Secondly, work engagement is key for the development of subjective wellbeing of religious
employees, a role that manifests both directly and, more notably, in the relationship between authenticity
and subjective wellbeing, as the findings also revealed that work engagement was a significant mediator
of this. This finding is meaningful, since engaged employees work with extraordinary endeavor
are more engaged and are more likely to go beyond the expectations and work requirements [85].
Furthermore, this circumstance seems especially significant among religious workers, given the fragile
line that separates their personal lives from their professional lives, to the point of erasing the borders
that usually exist between public and private life [86]. To work and to be delivered in body and soul
to others constitutes an aspiration for most of the religious workers, a nuclear element of their vital
expectations. The existence of a positive direct impact of work engagement on subjective wellbeing is
in line with prior studies that addressed this issue, although all of them were carried out in contexts
distinct to this study [17,60,87–95]. According to [96], work engagement among religious leaders is an
under-investigated topic. Therefore, this study attempts to cover a scarcely explored research gap.
Lastly, this study revealed that authenticity leads to engagement which, in succession, contributes
to happiness. These findings highlight the positive tie existing between authenticity and subjective
wellbeing, through vigor, dedication and absorption in a captivating and gratifying workplace context.
However, the same work environment might also be often labelled as frustrating and discouraging.
This involves that the effect exerted by authenticity on wellbeing is more intense when it takes place
Int. J. Environ. Res. Public Health 2019, 16, 3016 13 of 18
across work engagement. The explanation for this fact may be motivated again by the importance
that work acquires in this group of people, in such a way that the possibility of leading an authentic
life at the service of the poorest, as promulgated by the charism of the Order, would move to daily
work with the elderly, disabled, children, prostitutes, etc., which would, in turn, induce them a greater
degree of subjective wellbeing. Consecrated members of this type of religious order consider that
doing good through their dedication to God is not to be realized through contemplative life, but
through the dedication to work—its main source of satisfaction and wellbeing. Without a doubt,
considering a job as “a calling” will allow people to work more [97]. In fact, a longitudinal study
developed by [98] showed that the link with a spiritual call generated more work engagement among
consecrated religious workers than amongst non-religious ones. According to these authors, spiritual
resources engage these individuals to work by equipping them with greater meaning and by increasing
their sense of effectiveness in their performance. If all this is coupled with the reinforcement of
spiritual beliefs among religious workers [18], the consequence can be no other than an increase in
individual wellbeing.
In conclusion, authenticity of religious workers in the workplace is significantly related to their
wellbeing. It seems that work engagement could be a determining factor for the link between
authenticity and subjective wellbeing at work. The current research is original because it empirically
explores authenticity in the context of faith-based organizations. In addition, it assessed the positive
linkage between authenticity and religious workers’ wellbeing at work. In sum, this study proposes to
go further on the knowledge about authenticity and wellbeing among religious workers through a
greater level of engagement at work. Furthermore, the outcomes derived from importance–performance
map analysis (IPMA) revealed that this organization should make an effort to improve its performance
as for the fostering of their employees’ work engagement.
6. Limitations and Future Research
Like most studies in social science research, this work presents some limitations that must be
considered while interpreting the results obtained. Thus, the limitations inherent in cross-sectional
research were found in that all data were collected through self-perception, which can lead to bias in
the information obtained. Moreover, the cross-sectional design caused predictive relationships found
among the constructs to not warrant strong causal inferences. Another important aspect to take into
account is the effect of social desirability in a twofold sense: on the one hand, because of the very topical
approach to research (authenticity, work engagement and subjective wellbeing); on the other hand,
because of the idiosyncrasy of the collective analyzed. Finally, we should be cautious when it comes to
generalizing these results to other types of religious workers. This restriction is manifested both at
the geographical level (the study focused on Spain) and ideological (the study focused on a Catholic
religious order). In future research, we propose to extend the sampling to different geographical and
cultural contexts, in order to include individuals holding a more diverse background. Additionally, to
have a comparative sample of non-religious employees would be an interesting idea for future research.
Finally, another interesting future research project could be to test the issue of lack of authenticity in
religious workers and its effects on their wellbeing and work engagement.
Author Contributions: Writing—original draft, A.A.-M., A.L.L.-R., J.R.-S. and H.M.-S. All authors contributed
equally to the work.
Funding: This research received no external funding.
Conflicts of Interest: The authors declare no conflict of interest.
References
1. Ryder, G. The International Labour Organization: The next 100 years1. J. Ind. Relat. 2015, 57, 748–757.
[CrossRef]
Int. J. Environ. Res. Public Health 2019, 16, 3016 14 of 18
2. Muniz, N.M.; Ariza-Montes, J.A.; Leal-Rodríguez, A.L. A purposeful approach for implementing preventive
measures among European teaching professionals: Bullying, deteriorated organizational factors and the
mediating role of job dissatisfaction in poor health perception. Int. J. Hum. Resour. Manag. 2017, 1–28.
[CrossRef]
3. Ariza-Montes, A.; Leal-Rodríguez, A.L.; Rodríguez-Félix, L.; Albort-Morant, G. Can an Internal Locus of
Control and Social Support Reduce Work-Related Levels of Stress and Strain? A Comparative Study Between
Spanish Owners and Managers. J. Occup. Environ. Med. 2017, 59, 903–912. [CrossRef] [PubMed]
4. Ménard, J.; Brunet, L. Authenticity and well-being in the workplace: A mediation model. J. Manag. Psychol.
2011, 26, 331–346. [CrossRef]
5. Van De Voorde, K.; Paauwe, J.; Van Veldhoven, M. Employee well-being and the HRM–organizational
performance relationship: A review of quantitative studies. Int. J. Manag. Rev. 2012, 14, 391–407. [CrossRef]
6. De Neve, J.E.; Diener, E.; Tay, L.; Xuereb, C. The objective benefits of subjective well-being. In World Happiness
Report 2013; Helliwell, J., Layard, R., Sachs, J., Eds.; UN Sustainable Development Solutions Network:
New York, NY, USA, 2013.
7. Kooij, D.T.; Guest, D.E.; Clinton, M.; Knight, T.; Jansen, P.G.; Dikkers, J.S. How the impact of HR practices on
employee well-being and performance changes with age. Hum. Resour. Manag. J. 2013, 23, 18–35. [CrossRef]
8. Cable, D.M.; Gino, F.; Staats, B.R. Breaking Them in or Eliciting Their Best? Reframing Socialization around
Newcomers’ Authentic Self-expression. Adm. Sci. Q. 2013, 58, 1–36. [CrossRef]
9. Leroy, H.; Anseel, F.; Dimitrova, N.G.; Sels, L. Mindfulness, authentic functioning, and work engagement: A
growth modeling approach. J. Vocat. Behav. 2013, 82, 238–247. [CrossRef]
10. Van den Bosch, R.; Taris, T.W. Authenticity at work: Development and validation of an individual authenticity
measure at work. J. Happiness Stud. 2014, 15, 1–18. [CrossRef]
11. Van den Bosch, R.; Taris, T.W. The authentic worker’s well-being and performance: The relationship between
authenticity at work, well-being, and work outcomes. J. Psychol. 2014, 148, 659–681. [CrossRef] [PubMed]
12. Metin, U.B.; Taris, T.W.; Peeters, M.C.; van Beek, I.; Van den Bosch, R. Authenticity at work—A job-demands
resources perspective. J. Manag. Psychol. 2016, 31, 483–499. [CrossRef]
13. Van den Bosch, R.; Taris, T. Authenticity at Work: Its Relations with Worker Motivation and Well-being.
Front. Commun. 2018, 3, 21. [CrossRef]
14. Emmerich, A.I.; Rigotti, T. Reciprocal Relationships between Work-Related Authenticity and Intrinsic
Motivation, Work Ability and Depressivity: A Two-Wave Study. Front. Psychol. 2017, 8, 307. [CrossRef]
[PubMed]
15. Clinton, M.E.; Conway, N.; Sturges, J. “It’s tough hanging-up a call”: The relationships between calling and
work hours, psychological detachment, sleep quality, and morning vigor. J. Occup. Health Psychol. 2017, 22,
28. [CrossRef] [PubMed]
16. Blessing-White. Employee Engagement Report 2008; GP Strategies Corporation: Princeton, NJ, USA, 2008.
17. Halbesleben, J.R. A meta-analysis of work engagement: Relationships with burnout, demands, resources,
and consequences. In Work Engagement: A Handbook of Essential Theory and Research; Psychology Press:
New York, NY, USA, 2010; Volume 8, pp. 102–117.
18. Park, C.L. Religious and spiritual aspects of meaning in the context of work life. In Psychology of Religion and
Workplace Spirituality; Hill, P.C., Dik, B.J., Eds.; IAP Information Age: Charlotte, NC, USA, 2012; pp. 25–42.
19. Bakker, A.B.; Demerouti, E. Towards a model of work engagement. Career Dev. Int. 2008, 13, 209–223.
[CrossRef]
20. Bakker, A.B.; Demerouti, E. Job Demands—Resources Theory: Taking Stock and Looking Forward. J. Occup.
Health Psychol. 2017, 22, 273–285. [CrossRef] [PubMed]
21. Xanthopoulou, D.; Bakker, A.B.; Demerouti, E.; Schaufeli, W.B. Reciprocal relationships between job resources,
personal resources, and work engagement. J. Vocat. Behav. 2009, 74, 235–244. [CrossRef]
22. Rogers, C.R. On Becoming a Person: A Therapist’s View of Psychotherapy; Constable: London, UK, 1961.
23. Harter, S. Authenticity. In Handbook of Positive Psychology; Snyder, C.R., Lopez, S.J., Eds.; Oxford University
Press: Oxford, UK, 2002; pp. 382–394.
24. De Carvalho Chinelato, R.S.; Ferreira, M.C.; Valentini, F.; Van den Bosch, R. Construct validity evidence for
the individual Authenticity Measure at Work in Brazilian samples. Rev. Psicol. Trab. Organ. 2015, 31, 109–118.
[CrossRef]
Int. J. Environ. Res. Public Health 2019, 16, 3016 15 of 18
25. Wood, A.M.; Linley, P.A.; Maltby, J.; Baliousis, M.; Joseph, S. The authentic personality: A theoretical and
empirical conceptualization and the development of the authenticity scale. J. Couns. Psychol. 2008, 55,
385–399. [CrossRef]
26. Oliveira, L.G. The Importance of Achieving What You Value: A Career Goal Framework of Professional Fulfillment;
Universidade de Brasília: Brasilia, Brazil, 2015.
27. García, M.Á. El bienestar subjetivo. Escr. Psicol. 2002, 6, 18–39.
28. Fierro, A. Sobre la Vida Feliz; Aljibe: Malaga, Spain, 2000.
29. Headey, B.; Holmstrom, E.; Wearing, A. Models of Well-Being and Ill-Being. Soc. Indic. Res. 1985, 17, 211–234.
[CrossRef]
30. Deci, E.L.; Ryan, R.M. Hedonia, eudaimonia, and well-being: An introduction. J. Happiness Stud. 2008, 9,
1–11. [CrossRef]
31. Diener, E. Subjective well-being. Psychol. Bull. 1984, 95, 542–575. [CrossRef] [PubMed]
32. Huta, V.; Ryan, R.M. Pursuing pleasure or virtue: The differential and overlapping well-being benefits of
hedonic and eudaimonic motives. J. Happiness Stud. 2010, 11, 735–762. [CrossRef]
33. Diener, E.; Wirtz, D.; Tov, W.; Kim-Prieto, C.; Dong-won, C.; Oishi, S.; Biswas-Diener, R. New well-being
measures: Short scales to assess flourishing and positive and negative feelings. Soc. Indic. Res. 2010, 97,
143–156. [CrossRef]
34. Cortina, L.G.; Berenzon, S. Traducción al español y propiedades psicométricas del instrumento Positivity
Self Test. Psicol. Iberoam. 2013, 21, 53–64.
35. Boyd, A. Employee traps-corruption in the workplace. Manag. Rev. 1997, 86, 9–10.
36. Price, R.H.; Hooijberg, R. Organizational exit pressures and role stress: Impact on mental health. J. Organ.
Behav. 1992, 13, 641–651. [CrossRef]
37. Lucia-Casademunt, A.; Ariza-Montes, A.; Morales-Gutiérrez, A.C. Exploring European Doctors’ Well-Being
by Applying a Neural Network. J. Soc. Dev. Teach. Bus. Process. New Net Environ. B H 2013, 7, 313–320.
38. Hartman, J.G. The Relationship and Effects of Religiosity and Emotional Intelligence on Workplace Engagement;
ProQuest: Phoenix, AZ, USA, 2015.
39. Storey, J.W. The Routledge Companion to Strategic Human Resource Management; Routledge: London, UK, 2008.
40. Maslach, C.; Leiter, M.P. The Truth about Burnout: How Organizations Cause Personal Stress and What to Do about
It; Jossey-Bass: San Francisco, CA, USA, 1997.
41. Cleland, A.; Mitchinson, W.; Townend, A. Engagement, Assertiveness and Business Performance—A New
Perspective; Ixia Consultancy Ltd.: Biggleswade, UK, 2008.
42. Levinson, E. Developing High Employee Engagement Makes Good Business Sense; Interaction Associates: Boston,
MA, USA, 2007.
43. Nidhi, G. Employee Engagement—Is Your Employee Engaged? 2010. Available online: http://www.
contentwriter.in/articles/hr/employee-engagement.htm (accessed on 18 September 2017).
44. Schaufeli, W.B.; Salanova, M.; González-Roma, V.; Bakker, A.B. The measurement of burnout and engagement:
A confirmatory factor analytic approach. J. Happiness Stud. 2002, 3, 71–92. [CrossRef]
45. Sonnentag, S.; Dormann, C.; Demerouti, E. Not all days are created equal: The concept of state work
engagement. In Work Engagement: A Handbook of Essential Theory and Research; Leiter, M.P., Bakker, A.B., Eds.;
Psychology Press: New York, NY, USA, 2010; pp. 25–38.
46. Mengers, A.A. The Benefits of Being Yourself: An Examination of Authenticity, Uniqueness, and Well-Being.
Master’s Thesis, Univesity of Pennsylvania, Philadelphia, PA, USA, 2014.
47. Robinson, O.C.; Lopez, F.G.; Ramos, K.; Nartova-Bochaver, S. Authenticity, social context, and well-being in
the United States, England, and Russia: A three country comparative analysis. J. Cross Cult. Psychol. 2013,
44, 719–737. [CrossRef]
48. Yalom, I.D. Existential Psychotherapy; Basic Books: New York, NY, USA, 1980.
49. Neff, K.D.; Suizzo, M. Culture, power, authenticity and psychological well-being within romantic relationships:
A comparison of European American and Mexican Americans. Cogn. Dev. 2006, 21, 441–457. [CrossRef]
50. Reinecke, L.; Trepte, S. Authenticity and well-being on social network sites: A two-wave longitudinal study
on the effects of online authenticity and the positivity bias in SNS communication. Comput. Hum. Behav.
2014, 30, 95–102. [CrossRef]
51. Baker, Z.G.; Tou, R.Y.; Bryan, J.L.; Knee, C.R. Authenticity and well-being: Exploring positivity and negativity
in interactions as a mediator. Personal. Individ. Differ. 2017, 113, 235–239. [CrossRef]
Int. J. Environ. Res. Public Health 2019, 16, 3016 16 of 18
52. Ariza-Montes, A.; Giorgi, G.; Leal-Rodríguez, A.; Ramírez-Sobrino, J. Authenticity and subjective wellbeing
within the context of religious organizations. Front. Psychol. 2017, 8, 1228. [CrossRef] [PubMed]
53. Grandey, A.; Foo, S.C.; Groth, M.; Goodwin, R.E. Free to be you and me: A climate of authenticity alleviates
burnout from emotional labor. J. Occup. Health Psychol. 2012, 17, 1–14. [CrossRef]
54. Kahn, W. Psychological conditions of personal engagement and disengagement at work. Acad. Manag. J.
1990, 33, 692–724.
55. Avolio, B.J.; Gardner, W.L. Authentic leadership development: Getting to the root of positive forms of
leadership. Leadersh. Q. 2005, 16, 315–338. [CrossRef]
56. Crabtree, S. Engagement keeps the doctor away. Gallup Manag. J. 2005, 13, 1–12.
57. Sonnentag, S.; Binnewies, C.; Mojza, E.J. Did you have a nice evening? A day-level study on recovery
experiences, sleep, and affect. J. Appl. Psychol. 2008, 93, 674–684. [CrossRef]
58. Greenhaus, J.H.; Powell, G.N. When work and family are allies: A theory of work-family enrichment. Acad.
Manag. Rev. 2006, 31, 72–92. [CrossRef]
59. Bakker, A.B. Building engagement in the workplace. In The Peak Performing Organization; Burke, R.J.,
Cooper, C.L., Eds.; Routledge: Oxon, UK, 2009; pp. 50–72.
60. Rodríguez-Muñoz, A.; Sanz-Vergel, A.I.; Demerouti, E.; Bakker, A.B. Engaged at work and happy at home:
A spillover–Crossover model. J. Happiness Stud. 2014, 15, 271–283. [CrossRef]
61. Parker, P.P.; Martin, A.J.; Colmar, S.; Debus, R. The forgotten helpers: A psychosocial model of clergy burnout.
In Spirituality in Australia: Resurgence and Divergence; Dowson, M., Miner, M.H., Devenish, S., Eds.; Centre for
Human Interaction, Learning and Development: Sydney, Australia, 2008; pp. 91–102.
62. Mendonça, H.; Caetano, A.; Ferreira, M.C.; Sousa, I.F.; Silva, A.J. Florescimento no trabalho. In Novas Medidas
do Comportamento Organizacional: Ferramentas de Diagnóstico e de Gestão; Siqueira, M.M.M., Ed.; Artmed: Porto
Alegre, Brazil, 2014; pp. 172–177.
63. Schaufeli, W.B.; Bakker, A.B. Test Manual for the Utrecht Work Engagement Scale; Utrecht University: Utrecht,
The Netherlands, 2003.
64. Henseler, J.; Dijkstra, T.K.; Sarstedt, M.; Ringle, C.M.; Diamantopoulos, A.; Straub, D.W.; Ketchen, D.J.;
Hair, J.F.; Hult, G.T.M.; Calantone, R.J. Common Beliefs and Reality About PLS: Comments on Ronkko and
Evermann (2013). Organ. Res. Methods 2014, 17, 182–209. [CrossRef]
65. Henseler, J.; Ringle, C.M.; Sarstedt, M. Testing measurement invariance of composites using partial least
squares. Int. Mark. Rev. 2016, 33, 405–431. [CrossRef]
66. Henseler, J. Bridging design and behavioral research with variance-based structural equation modeling. J.
Advert. 2017, 46, 178–192. [CrossRef]
67. Roldán, J.L.; Sánchez-Franco, M.J. Variance-based structural equation modelling: Guidelines for using partial
least squares in information systems research. In Research Methodologies, Innovations and Philosophies in
Software Systems Engineering and Information Systems; Mora, M., Ed.; IGI Global: Hershey, PA, USA, 2012;
pp. 193–221.
68. Barroso, C.; Carrión, G.C.; Roldán, J.L. Applying maximum likelihood and PLS on different sample sizes:
Studies on SERVQUAL model and employee behavior model. In Handbook of Partial Least Squares Concepts,
Methods and Applications; Vinzi, V.E., Chin, W.W., Henseler, J., Wang, H., Eds.; Springer: Berlin/Heidelberg,
Germany, 2010; pp. 427–447.
69. Rigdon, E.E. Rethinking Partial Least Squares Path Modeling: In Praise of Simple Methods. Long Range Plan.
2012, 45, 341–358. [CrossRef]
70. Becker, J.M.; Rai, A.; Rigdon, E. Predictive validity and formative measurement in structural equation
modeling: Embracing practical relevance. Presented at Thirty Fourth International Conference on Information
Systems, Milan, Italy, 15–18 December 2013; pp. 1–19.
71. Sarstedt, M.; Hair, J.F.; Ringle, C.M.; Thiele, K.O.; Gudergan, S.P. Estimation issues with PLS and CBSEM:
Where the bias lies! J. Bus. Res. 2016, 69, 3998–4010. [CrossRef]
72. Nitzl, C.; Chin, W.W. The Case of Partial Least Squares (PLS) Path Modeling in Managerial Accounting
Research. J. Manag. Control 2017, 28, 137–156. [CrossRef]
73. Chin, W.W. How to write up and report PLS analyses. In Handbook of Partial Least Squares Concepts, Methods
and Applications; Vinzi, V.E., Chin, W.W., Henseler, J., Wang, H., Eds.; Springer: Berlin/Heidelberg, Germany,
2010; pp. 645–689.
Int. J. Environ. Res. Public Health 2019, 16, 3016 17 of 18
74. Wright, R.T.; Campbell, D.E.; Thatcher, J.B.; Roberts, N. Operationalizing multidimensional constructs in
structural equation modeling: Recommendations for IS research. Commun. Assoc. Inf. Syst. 2012, 30, 367–412.
[CrossRef]
75. Henseler, J. Partial Least Squares Path Modeling: Quo Vadis? Qual. Quant. 2018, 52, 1–8. [CrossRef]
76. Ringle, C.M.; Wende, S.; Becker, J.M. SmartPLS 3 Boenningstedt: SmartPLS GmbH. 2015. Available online:
http://www.smartpls.com (accessed on 6 June 2017).
77. Henseler, J.; Dijkstra, T.K. ADANCO 2.0. Composite Modeling, Kleve. 2015. Available online: http:
//www.compositemodeling.com (accessed on 25 October 2017).
78. Hu, L.T.; Bentler, P.M. Fit indices in covariance structure modeling: Sensitivity to underparameterized model
misspecification. Psychol. Methods 1998, 3, 424–453. [CrossRef]
79. Henseler, J.; Ringle, C.M.; Sarstedt, M. A new criterion for assessing discriminant validity in variance-based
structural equation modeling. J. Acad. Mark. Sci. 2015, 43, 115–135. [CrossRef]
80. Kline, R.B. Principles and Practice of Structural Equation Modeling; Guilford Publications: New York, NY,
USA, 2015.
81. Hair, J.F.; Ringle, C.M.; Sarstedt, M. PLS-SEM: Indeed a silver bullet. J. Mark. Theory Pract. 2011, 19, 139–152.
[CrossRef]
82. Ringle, C.M.; Sarstedt, M. Gain more insight from your PLS-SEM results: The importance-performance map
analysis. Ind. Manag. Data Syst. 2016, 116, 1865–1886. [CrossRef]
83. Ellison, C.G. Religious involvement and subjective well-being. J. Health Soc. Behav. 1991, 32, 80–99. [CrossRef]
[PubMed]
84. Demerouti, E.; Bakker, A.B.; Gevers, J.M. Job crafting and extra-role behavior: The role of work engagement
and flourishing. J. Vocat. Behav. 2015, 91, 87–96. [CrossRef]
85. Lockwood, N.R. Leveraging employee engagement for competitive advantage: HR’s strategic role. Soc.
Hum. Resour. Manag. Res. Q. 2007, 1, 1–12.
86. Johnson, L. Exploring the Relationship between Work, Family and Religion among Clergy Families. Ph.D.
Thesis, Loyola University Chicago, Chicago, IL, USA, 2010.
87. Salanova, M.; Llorens, S.; Cifre, E.; Martínez, I.M.; Schaufeli, W.B. Perceived collective efficacy, subjective
well-being and task performance among electronic work groups an experimental study. Small Group Res.
2003, 34, 43–73. [CrossRef]
88. Diener, E.; Napa Scollon, C.; Lucas, R.E. The evolving concept of subjective well-being: The multifaceted
nature of happiness. Adv. Cell Aging Gerontol. 2003, 15, 187–219.
89. Rothmann, S. Job satisfaction, occupational stress, burnout and work engagement as components of
work-related wellbeing: Empirical research. SA J. Ind. Psychol. 2008, 34, 11–16. [CrossRef]
90. Schaufeli, W.B.; Taris, T.W.; Van Rhenen, W. Workaholism, burnout, and work engagement: Three of a kind
or three different kinds of employee well-being? J. Appl. Psychol. 2008, 57, 173–203. [CrossRef]
91. Bakker, A.B.; Schaufeli, W.B.; Leiter, M.P.; Taris, T.W. Work engagement: An emerging concept in occupational
health psychology. Work Stress 2008, 22, 187–200. [CrossRef]
92. Bowling, N.A.; Eschleman, K.J.; Wang, Q.; Kirkendall, C.; Alarcon, G. A meta-analysis of the predictors and
consequences of organization-based self-esteem. J. Occup. Organ. Psychol. 2010, 83, 601–626. [CrossRef]
93. Bakker, A.B.; Oerlemans, W. Subjective well-being in organizations. In The Oxford Handbook of Positive
Organizational Scholarship; Cameron, K.S., Spreitzer, G.M., Eds.; Oxford University Press: New York, NY,
USA, 2011; pp. 178–189.
94. Culbertson, S.S.; Mills, M.J.; Fullagar, C.J. Work engagement and work-family facilitation: Making homes
happier through positive affective spillover. Hum. Relat. 2012, 65, 1155–1177. [CrossRef]
95. Hakanen, J.J.; Schaufeli, W.B. Do burnout and work engagement predict depressive symptoms and life
satisfaction? A three-wave seven-year prospective study. J. Affect. Disord. 2012, 141, 415–424. [CrossRef]
[PubMed]
96. Miner, M.; Bickerton, G.; Dowson, M.; Sterland, S. Spirituality and work engagement among church leaders.
Ment. Health Relig. Cult. 2015, 18, 57–71. [CrossRef]
Int. J. Environ. Res. Public Health 2019, 16, 3016 18 of 18
97. Wrzesniewski, A. Finding positive meaning in work. In Positive Organizational Scholarship; Cameron, K.S.,
Dutton, J.E., Quinn, R.E., Eds.; Berrett-Koehler: San Francisco, CA, USA, 2003; pp. 296–308.
98. Bickerton, G.R.; Miner, M.H.; Dowson, M.; Griffin, B. Spiritual resources and work engagement among
religious workers: A three-wave longitudinal study. J. Occup. Organ. Psychol. 2014, 87, 370–391. [CrossRef]
© 2019 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).
